Abstract Genetic counseling is a female-dominated profession, with 96% of counselors self-identifying as female. Research suggests gender diversification benefits healthcare professionals and the populations they serve. Therefore, this study explored how men choose a genetic counseling career, associations between career satisfaction and their career entry dynamics and experience levels, and differences due to experience level in how they decide on this profession. Twenty-five novice, experienced, or seasoned male counselors and 8 male genetic counseling students participated in semi-structured phone interviews. Interpretive content and cross-case analyses of interview data were informed by Simpson's "Seekers, Finders, and Settlers" theory describing career entry dynamics of men in non-traditional (i.e., female-dominated) fields. Results revealed 13 interviewees were Seekers, who initially knew they wanted a career in genetic counseling, actively chose the profession, and were satisfied with their decision. Eleven were Settlers, who had tried different, traditional jobs, with limited satisfaction before actively finding and choosing genetic counseling. Two were Finders, who discovered genetic counseling while in the career decision making process and made a passive choice to pursue it as they had no feasible, satisfactory alternative. Seven men fit a new category, we termed "Stumblers," who were in another career and satisfied, but changed to genetic counseling after happening to hear about it. Prevalent themes pertaining to participants' experiences in the career include desire for a multidisciplinary career; lack of a priori knowledge of genetic counselor roles; late exposure to the profession; and varied perceptions of being in a non-traditional career. There were few differences due to experience level and career satisfaction was high across the sample. Results suggest earlier exposure to the career and availability of detailed descriptions of its multidisciplinary nature may increase the number of males in the profession.
explore how men choose a genetic counseling career, associations between their career entry dynamics and experience levels and career satisfaction, and differences due to experience level in how they decide on this profession.
Barriers for Males in Non-Traditional Careers
According to the U.S. Department of Labor, Bureau of Labor Statistics, Annual Averages (2008), a non-traditional career is typically comprised of 25% or less of one gender.
1 Women have been shown to pursue male dominated careers because they perceive benefits as outweighing barriers (e.g., increased prestige, higher salary, and/or opportunities for advancement ; Chusmir 1983 ). The reverse is true for men, and thus they often are deterred from pursuing a female dominated career. For instance, in nursing, men perceive barriers such as low salary, low status, common societal perceptions that nursing is a female profession, and limited opportunities for advancement (La Rocco 2007) . Men in nursing, childcare, and early childhood education, have reported being perceived by others as having less masculinity, status, and capability, and their sexuality is often questioned (Chusmir 1990) . Men in childcare report being questioned about their motives for choosing a non-traditional career and are more likely to be perceived as having perverse sexual intentions (Rolfe 2006) . Research further indicates that friends and family often are unsupportive of non-traditional career choices, and job titles (e.g., librarian vs. information scientist) challenge men's self-perceived masculinity (Rolfe 2006; Simpson 2004; Thurtle et al. 1998) .
Role strain is a theorized construct reflecting stress and/or conflict resulting from being in a non-traditional career (Heppner and Heppner 2009 ). According to this theory, men entering non-traditional careers may experience role strain when they are questioned about their choice because it typically means lower salary and prestige. Yet research has shown that men in non-traditional careers can achieve similar high levels of satisfaction. For example, Dodson and Borders (2006) compared male mechanical engineers and male elementary school counselors in terms of their gender role attitudes and job satisfaction. They found that for the engineers, valuing achievement and status (financial success, respect and admiration from others) predicted higher levels of job satisfaction. The counselors, on the other hand, also valued status, but it did not predict their job satisfaction. Additionally, counselors reported significantly higher levels of global job satisfaction. The authors speculated that increased job satisfaction is one benefit of choosing a job without the constraints of gender stereotyping.
Few studies have been conducted to identify reasons for the lack of males in the genetic counseling profession. Qualitative data concerning three males' perceptions of genetic counseling as a career choice revealed four potential barriers: lower salary, external pressures to pursue a more prestigious profession, limited opportunities to advance or diversify, and perceiving one's self as having fewer abilities vis a vis psychosocial skills (Schoonveld et al. 2007 ). Kopesky et al. (2011) surveyed 190 female and male bioscience undergraduates about their knowledge and understanding of the genetic counseling career. Similar to results obtained by Oh and Lewis (2005) in a study of high school students, the researchers found only 20% were familiar or very familiar with the field, and greater familiarity was positively correlated with interest in the career. They also found females reported significantly greater interest than males in pursuing a genetic counseling career. Furthermore, when asked to estimate the gender ratio in the profession, the mean response was 63% female and 37% male, suggesting genetic counseling may not be perceived as a non-traditional career, at least initially.
Pursuing a Non-Traditional Career: Career Entry Dynamics
One way to increase understanding about the gender gap in a non-traditional field is to investigate the career entry dynamics of individuals currently in the field. According to Holland's (1959 Holland's ( , 1962 Holland's ( , 1982 theory of occupational decision making, a given occupation embodies certain personality traits and values common among its members. The more congruent a given individual's personality traits and values are with those shared by members of an occupation, the greater her/his career satisfaction and success. Circumscription and Compromise Theory (Gottfredson 2002) adds an additional layer to Holland's theory. The theory suggests that as children develop, they internalize gender norms which subsequently affect what they regard as their occupational/career options. They discard career choices that are incongruent with their self-concept or socialized expectations. Occupations that encompass "masculine" traits and values tend to attract a preponderance of males, and occupations that embody "feminine" traits and values tend to attract mostly females. Research has shown that females who self-identify as having masculine personality traits and values may be more congruent with males in their career aspirations, and therefore they may be more satisfied in a non-traditional occupation (e.g., Powell and Butterfield 2003) . Research on males interested in predominately female careers is limited, however. Williams and Villemez (1993) interviewed 75 men in female-dominated occupations and found about 80% (n = 62) were "Finders," or men who discovered a non-traditional occupation during a general occupational decision-making process; they did not enter that process with an active preference for the non-traditional occupation. The remaining men were "Seekers," or men who actively chose to enter a non-traditional occupation. Simpson (2005) interviewed 40 men in non-traditional occupations and found Seekers, Finders, and a third category, accounting for almost half of her sample, which she termed "Settlers." Settlers were men who tried a variety of "different, often masculine jobs with limited levels of job satisfaction before actively seeking and settling into their current 'female' occupation" (p. 369). For Seekers and Settlers, their current occupation was high on their preference list. By contrast, Finders were in jobs that may not have been their preferred choice and involved some sort of compromise around an alternative option. Additionally, Settlers were more likely than the other groups to prefer remaining close to professional practice as opposed to moving upwards in the career hierarchy. They were also more likely to prefer intrinsic rather than extrinsic occupational rewards.
Purpose of the Study
Career development theory and research suggest that men who pursue non-traditional careers may experience equal, if not higher, levels of satisfaction compared to men in traditional careers, when their personality traits and values are congruent with those of individuals in their career. Moreover, differences in the extent to which men seek, find, or settle into non-traditional positions may differentially affect their career satisfaction. Generalizing to the field of genetic counseling, one might expect males would vary in their career entry dynamics (i.e., the ways they enter the profession) and therefore have different levels of satisfaction and different perceptions of their experiences in the profession. Accordingly, this study assessed how men choose a genetic counseling career, associations between career satisfaction and their career entry dynamics and experience level, and thematic differences in how they choose the career due to genetic counselor experience level. The ultimate goal was to use the findings to guide further research and efforts to increase diversity within the field. There were three major research questions: (1) How do men decide upon the profession of genetic counseling? (2) Is there a relationship between career satisfaction and either how men decide on genetic counseling or their experience level? and (3) Are there thematic differences due to experience level in how they decide on this profession?
Methods

Sample and Procedures
The target populations are male practicing genetic counselors and male genetic counseling students. Upon approval from the University of Minnesota's Institutional Review Board, an email invitation was distributed through the National Society of Genetic Counselors (NSGC) E-Blast in November 2014, with a follow-up invitation sent two weeks later. This E-Blast reaches an estimated 3000 full members of the NSGC. Additionally, genetic counseling program directors from programs accredited at that time by the Accreditation Council for Genetic Counseling (ACGC) were asked to distribute an email invitation to their current students, with the exception of the authors' program (n = 34). The invitations described the purpose of the study as an investigation of males' decisions to pursue a genetic counseling career and contained a link to an online demographic survey. A final survey item assessed respondents' willingness to participate in a 30 min, confidential telephone interview regarding their experience as a male in the genetic counseling field.
A total of 73 male genetic counselors and 29 male genetic counseling students completed the online survey. To calculate response rates, an estimated 4% (n = 120) of the E-blast recipients (Zimmerman et al. 2014 ) and 10% (n = 47) of the genetic counseling students (Association of Genetic Counseling Program Directors Meeting 2014, unpublished data) would be predicted to be male. The actual percentage is not known and likely in the 4-10% range. Conservative estimated response rates for this study are 60.8% for male genetic counselors, and 61.7% for male genetic counseling students. In order to explore thematic differences due to experience level (cohort), we purposively selected 15 novice (≤ 5 years' experience), 15 experienced (6-15 years) , and 15 seasoned (> 15 years) genetic counselors [based on Zahm et al.'s (2016) definitions] and 8 genetic counseling students (4 first year, 4 second year) and invited them to participate in an interview (Zahm et al. 2016) . In an effort to include diverse perspectives, participants were purposively selected to represent different specialties, number of other male genetic counselors in their setting, and satisfaction levels, while attempting to keep the sample size for each cohort approximately equal.
Of those contacted, 9 novice, 7 experienced, and 9 seasoned genetic counselors, and 8 genetic counseling students agreed to be interviewed. These sample sizes are considered sufficient to reach data saturation (redundancy) and to look for thematic differences due to cohort (Hill et al. 2005; Hill et al. 1997 ). The first author conducted semi-structured interviews from November 2014 to February 2015. Mean interview length was 18 min (Range: 12 to 27 min) for graduates students, and 29 min (Range: 17 to 43 min) for genetic counselors. Interviews were audio recorded and transcribed verbatim by the first author.
Instrumentation
Online Survey
We developed parallel forms of a survey for genetic counselors and students. Items on both surveys assessed eligibility for the study, additional demographic information, and willingness to be contacted for an interview and contact information. The counselor version asked about gender and board certification status, number of years practicing, whether or not they see patients, and their specialty or specialties, the number of male genetic counselors in their work setting, and satisfaction with their decision to become a genetic counselor (Scale: 1 = Little or not at all satisfied, 2 = Somewhat satisfied, 3 = Satisfied, 4 = Very satisfied). Race/ethnicity and age were not assessed in order to preserve anonymity. The student version asked about gender, year in the graduate program, the number of other males in their class, and satisfaction with their decision to become a genetic counselor.
Telephone Interview Guide
We developed 11 open-ended interview questions (See Appendix) to investigate how and when the genetic counselors found out about genetic counseling as a career and their reasons for choosing the career (career entry dynamics), career satisfaction, and experiences of the career. The questions were informed by Simpson's (2005) theory of Seekers, Finders, and Settlers. Consistent with Simpson's theory, a Seeker would be a male who was in the process of searching for a career, possibly from multiple career options, and who determined genetic counseling is the best fit. A Finder would be a male who preferred a more traditional career, for example, a physician, but was not accepted into medical school, and thus pursued genetic counseling as an alternative career option. A Settler would be a male in a more traditional career who had limited career satisfaction and then actively sought out a more non-traditional career, leading him to genetic counseling. The student version of the interview guide was identical to the counselor version, minus one question involving beliefs about being in a non-traditional career that were found to be untrue once becoming a practicing genetic counselor. The genetic counselor interview guide was piloted on a male genetic counselor who was not part of the present study. His feedback resulted in minor revisions to improve clarity for a few questions.
Data Analysis
Descriptive statistics for the demographic items and career satisfaction rating were computed. In order to look for differences in satisfaction related to both career entry dynamics (Seeker, Finder, Settler, Stumbler) and cohort (experience level), a series of Fischer exact tests were planned. As will be seen, however, lack of variability in satisfaction ratings precluded such analyses.
The data analyst was the first author who entered interview data into NVivo, and then used interpretive content analysis and cross-case analysis (Giarelli and Tulman 2003; Khan and VanWynsberghe 2008) , informed by Simpson's (2005) theory. The analyst grouped conceptually similar responses into themes and attempted to classify interviewees into Simpson's three categories based on responses concerning career entry dynamics (i.e., how and when interviewees found out about the field, their reasons for choosing the career, and satisfaction with their choice). Throughout the data analysis process, the last author served as data auditor, reviewing themes and Simpson classifications. Discrepant classifications were discussed to reach concordance. After coding several interviews, the data analyst and auditor determined that a fourth category, which they termed "Stumblers," best described career entry dynamics of several participants. Males who fit this category were in another career and satisfied with it, but they changed to genetic counseling after hearing about the profession.
Coding was done inclusively, allowing responses to be coded into multiple themes. During the initial coding process, and to the extent possible, the data analyst and auditor were blind as to which cohort interviewees belonged in order to minimize potential bias. Once they completed coding and auditing, they again reviewed the data to look for apparent thematic differences due to cohort (experience level) for career entry dynamics. Using guidelines from Consensual Qualitative Research (CQR; Hill et al. 2005 ) they looked at prevalence of themes, in particular, their absence from each career entry dynamic group (Seeker, Finder, Settler, Stumbler) .
After all interview transcriptions were coded, the first author further reorganized the themes into five broad topic areas corresponding to the interview questions: (1) Career Entry Dynamics, (2) Initial Exposure to Genetic Counseling, (3) Factors Affecting Choice of Genetic Counseling as a Career, (4) Perceptions of Being in a Non-Traditional Career, and (5) Career Satisfaction. Table 1 contains a summary of the demographic characteristics of the survey respondents (n = 102). The majority of genetic counselors were board certified (62/73) and ranged in experience from 1 year to more than 25 years. A majority spent most of their time in clinical practice, and the most prevalent practice specialties were cancer, prenatal, and pediatrics. The number of other male genetic counselors in one's work setting ranged from 0 to more than 5, with most respondents indicating they were the only male genetic counselor. The mean satisfaction rating for their decision to become a genetic counselor was 3.63. There were approximately even numbers of first year and second year student respondents, and the mean satisfaction was 3.52. Most indicated they either were the only male student in their program, or were one of two male students. The interviewees' demographics are also summarized in Table 1 and are fairly representative of survey respondents' characteristics.
Results
Sample Characteristics
Interview Data
Career Entry Dynamics: Seekers, Finders, Settlers, and Stumblers
Based on responses about the timing and manner of hearing about genetic counseling as a career, and factors affecting their choice of the profession, interviewees were first classified as a Seeker, Finder, Settler, or Stumbler. Table 2 contains a summary and description of these classifications along with illustrative quotations. These four classifications differ in two major ways, namely with respect to the participants' satisfaction with their initial career/career options and also how proactively they pursued a genetic counseling career.
The most prevalent classification was Seeker (n = 13), or individuals who knew they wanted genetic counseling from the beginning of their career decision making process and actively and intentionally chose this non-traditional career for various reasons including lifestyle preferences, interests and values. Eleven participants were classified as Settlers, who had tried various traditional jobs with limited satisfaction before actively finding and choosing genetic counseling as a career. Settlers tended to choose their initial career path because it seemed to be either a natural progression or simply a path that was available to them, but they were dissatisfied primarily with the lack of opportunity for direct interactions with others. Seven men were classified as Stumblers, who were in another career and satisfied with it, but upon happening to hear about genetic counseling, they switched careers for reasons similar to those of Seekers (i.e., lifestyle, values, career interests). Several said they probably would have continued in their original career path had they not heard about genetic counseling. Lastly, two participants were classified as Finders, or men who discovered genetic counseling "by default." One of these individuals preferred to be a physician but was not accepted into medical school. He made a passive choice to pursue genetic counseling as he had no satisfactory and feasible alternative. The other individual was asked by his employer to assume genetic counseling responsibilities, and he deferred to this request. Of note, both Finders were seasoned genetic counselors.
Initial Exposure to Genetic Counseling
Analysis of responses to interview questions concerning when and how participants were initially exposed to genetic counseling yielded two themes: (1) timing and (2) sources. These themes are shown in Table 3 . Timing refers to a point in their lives when they first learned about genetic counseling. All but a couple of participants identified either during college or during a post-college job. One student and one novice counselor noted first learning about the profession during high school. Sources of learning about genetic counseling varied. Most common were undergraduate coursework and one's work environment. With respect to cohort differences, only novice genetic counselors reported learning about genetic counseling through an internet search, while only experienced and seasoned genetic counselors mentioned learning by word of mouth. One student and one novice genetic counselor learned about genetic counseling through high school coursework; both described it as a cursory introduction. Many interviewees who learned about genetic counseling in their undergraduate coursework were Settlers who initially heard about the career, continued on with their intended career path, and then reconsidered genetic counseling when they experienced career dissatisfaction. There were no other apparent cohort 13 "I was trying to find something that married genetics--which is something I had a strong interest in--with working closely with people. I didn't have a strong desire to become a physician. My father was a physician and I felt like he worked too much and that it was too stressful. That kind of steered me away from that path." (EGC)
Settlers
Men who tried a variety of more traditional jobs with limited career satisfaction before actively looking for and intentionally switching to genetic counseling.
11
"I had worked in a different industry for about 4 years after getting my bachelor's degree and I wasn't completely satisfied with it. So I started thinking about other things I might enjoy. I knew that in college, bioethics was a topic I had thought about a lot...the next thing I was going to Google was going to be psychology. So the fact that I found a job that allowed me to both use all the aspects of psychology and be involved in aspects of bioethics was very interesting." (NGC) Stumblers Men who were satisfied with their current job, and not looking to change, but "traded up" to a genetic counseling career after learning about it by chance.
7
I first learned about genetic counseling the year after I graduated undergrad, which was about 3 years ago. I started working at [a hospital], and through certain people I heard it brought up, and I'd never heard of genetic counseling before. But I looked into it, and it just seemed like something very interesting to me…So after looking up genetic counseling I thought, "Oh wow! This is sort of what I wanted to do; the biology basis of everything as well as getting to interact with patients day to day." (2GS) Finders
Men who ended up in genetic counseling by default.
2 "It was only med school that I was really thinking about, but again I wasn't really dead set on it, so when I heard something that was more appealing to me it was easy to make that switch. Especially when I didn't get into med school. So no, there was not a bunch of other options to choose from." (SGC)
2GS Second year student, NGC Novice genetic counselor, EGC Experienced genetic counselor, SGC Seasoned genetic counselor Seekers, Finders, Settlers, and Stumblersdifferences in timing and source of the participants' first exposure to the career.
Factors Affecting Choice of Genetic Counseling as a Career
Analysis of responses to interview questions exploring participants' perceptions of factors related to their pursuit of/entry into a genetic counseling career yielded three themes: (1) Reasons, (2) Career Supports, and (3) Career Barriers. Table 4 contains 12 themes reflecting why/how interviewees chose the career. The vast majority mentioned being able to continue involvement in science while having meaningful interactions with other people, and a majority also mentioned having a career where they were helping people in various capacities (e.g., educating patients, helping patients or families through difficult times, or participating in solving broader problems that help people on a wider scale. Additional prevalent reasons were not envisioning themselves in a research career comprised of bench work or working in a lab, often because they desired more human interaction; no desire to become a physician, largely due to the amount of additional schooling required or the stressful lifestyle; wanting a multidisciplinary career that afforded them the flexibility to combine many of their interests or to move in different directions over the span of their career; and desiring a career that is stimulating or evolving.
& Reasons
& Career Supports
There were five themes of perceived sources of support for choosing a genetic counseling career. A large majority mentioned family, and many identified friends. A number of these interviewees noted their family and friends were not familiar with their career choice, but were supportive regardless. Several participants identified other practicing genetic counselors who provided guidance and/or had experience and knowledge of the career and sometimes helped participants make connections with programs. Colleagues and professors/advisors were also mentioned by a few individuals.
& Career Barriers
There were seven themes of perceived barriers to choosing a genetic counseling career. The most prevalent barrier was financial concerns, mentioned by several participants. A number of these individuals expressed that high tuition in combination with a low projected salary made it a more difficult choice:
…We're racking up a lot of debt doing this and…some of the jobs I've looked at, I've thought 'Oh, that seems like a cool job' but then I look at the salary and think that it's not very much. (Novice Genetic Counselor) Additionally, one interviewee expressed a perception that because there were no part time graduate programs, this path is more financially stressful for men who are out of college and employed and may have families.
Another barrier identified by several participants was lack of a full understanding of the career and job possibilities prior to entering a genetic counseling graduate program, and in some cases, during and after completing the program. Two interviewees (one novice counselor and one student) expressed their perceptions that the roles of a genetic counselor are ill-defined:
Genetic counseling is an interesting field because you don't quite know what you're getting into… even going through training-you're exposed to a lot of different things, and it's a very complex field… So I didn't even have a full grasp of what genetic counseling was, even during my training. Like how it would impact me, and how much I would enjoy it actually. (Novice Genetic Counselor) Several men stated they were unaware that genetic counselors could take a non-clinical role; and a few mentioned that as they matriculated into their graduate program, they thought there were few opportunities outside of prenatal or cancer clinical practice.
Barriers to deciding to become a genetic counselor… I guess not knowing everything you could do as a genetic counselor other than being in the clinic…were there other opportunities to do different things or move A few interviewees mentioned having to complete prerequisites as a barrier; all but one of these individuals had learned of genetic counseling at a point where they had to pursue additional coursework or volunteering opportunities in order to alter their career path. Other, less commonly mentioned barriers included the competitive nature of admissions, limited availability of genetic counselors or programs, self-doubt, and discouragement by advisors or family members. There were no apparent thematic differences due to cohort in reasons for choosing the career, career supports, or career barriers.
Experiences and Perceptions of Being in a Non-Traditional Career
Realizing the Non-traditional Nature of Genetic Counseling
Participants were asked about how and when they realized genetic counseling is a non-traditional career, and to describe their experiences and perceptions of being in a non-traditional career. Several men discovered genetic counseling is female-dominated while researching the career prior to applying to genetic counseling graduate programs, and a few interviewees mentioned initially realizing the gender imbalance at an NSGC Annual Education Conference.
The first time I went to NSGC and [there were]…prob-ably like 900 people at the time we went to NSGC, there were between 5-10 males in the whole crowd. That was when I realized how few males there were in the profession. I had heard there weren't a lot of males, but it didn't really hit me until you saw this large room with only a couple guys in the whole room." (Experienced Genetic Counselor) Less commonly mentioned were finding out while interviewing, visiting, or applying to graduate programs; shadowing or talking with genetic counselors, and when first seeing one's classmates.
Experiences and Perceptions
Responses about being in a non-traditional career yielded eight themes shown in Table 5 . A large majority noted little or no personal impact. A few of these interviewees expressed this is partly because they disagree with the construct of masculinity and gender-typed careers. Many interviewees across cohorts said the gender imbalance was surprising to them. Some reported that it is still baffling to them.
Some interviewees mentioned being out of place or isolated at times because the field has such a large female majority. For instance, some mentioned occasionally feeling as if they were on the periphery within programs and the field, citing discussions that were unrelated to genetic counseling (e.g., female colleagues' conversation topics), comments by peers and other colleagues about being a male in a non-traditionally male field, and stereotypical expectations about the types of jobs they would be interested in or capable of performing.
In contrast, a number of participants across cohorts reported perceived advantages to being male. For example, some expressed a belief that their minority status increased the likelihood of being offered admission to a program. A seasoned genetic counselor said that being male probably made it easier to obtain a job or recognition as an older male as opposed to "a young girl, which is what everyone else is." Others said they suspect they have advantages over their female counterparts, both in interactions with patients and with colleagues. Two of these individuals said they believe they are paid more than their female counterparts, although they both added it may or may not be gender-related. A number of interviewees also noted their prior experiences in female-related environments were beneficial. A few participants expressed a belief that there are gender-related differences in communication styles. Specifically, women on average may be more suited for the profession as they have greater empathic ability.
Career Satisfaction
Overall Satisfaction
Interviewees were purposively selected, based on their survey responses, to represent different levels of satisfaction with their decision to become a genetic counselor. The vast majority of survey respondents indicated being "satisfied" or "very satisfied," but two counselors and two students who endorsed Table 5 Interviewees' perceptions of being in a non-traditional career (N = 33)
Themes
Illustrative quotation Little or no effect on perception of career "It didn't really have much of an impact on me. I always thought that the profession was something that I really liked and it was something I was interested in, and although it was a unique thing to know about the profession, it didn't really impact me that much." (EGC) "Sometimes I meet other males in the healthcare field; they have this attitude where they're like, "Oh, if I were to go to school and do something medical, I would just be a doctor." I just feel like those people are kind of stupid. They're basically saying the only thing worth doing is just going to medical school for four years, and that's kind of an insult to genetic counselors. It also just highlights what their expectations for males are, I guess. And I think it also comes back to sexism, where they think that men are just meant to be in those primary roles. My feelings have not changed about it since I've started, but I have noticed other males reacting that way to me being a genetic counselor." (NCG) Gender imbalance was surprising "…after looking at the web pages for different programs... a lot of them, as you know, like list the numbers of their classes on there, and most of them are girls [sic] . Which struck me as a little interesting because, to me, if you describe what a genetic counselor does, it"s not necessarily super feminine...or that you would think [of] that as a feminine career." (2GS) "…I had heard there weren't a lot of males, but it didn't really hit me until [at a professional conference] you saw this large room with only a couple of guys in the whole room." (EGC) Perceived advantage of being male "And they told me there were few guys in that field. And they told me that I would probably get in. I had asked them what I should do to get into grad school, and they told me to just meet the requirements because I would probably get in because I was a guy and they want guys." (2GS) "… I think it is an advantage…when I was talking to my classmates, in medicine, there's still an inappropriate stereotype, that men are doctors and women are nurses, and in a supportive role. And you may have heard this idea that some people think that being a male is an advantage to the patient, because they're more likely to see you as an authoritative figure and listen to what you have to say more so than if you're female. Now that's a very complex statement, and it is a stereotype, but it certainly has a lot of subconscious ideas playing into it as well." (NGC) "It's not ever stated, but I hear how some of my female colleagues are addressed, or treated by some male doctors, and I have not had the same experience. I can't know for sure that's just gender based, but I've got to wonder." (SGC) "…my first job, I was working with 3-4 other female genetic counselors. And it sort of came to my attention…that I was outpacing them like with my raises, my annual raise...Like, I was actually getting more than they were. Again, maybe that's not a male/female thing, maybe that's...I don't know how else to explain it, but I don't know why I would be getting more than people with more seniority than me, other than... I was very assertive when it came to annual review, about what I thought was an appropriate compensation for the work that I was doing. So is that a difference between men and women? I don"t know. Maybe that's just a difference between me". (EGC) Previous experience with female-related environment "Another reason it didn't affect me is because up until then the majority of my supervisors have always been female. So the idea of working in a female dominated profession didn't really change my opinion in any way." (1GS)
Perception of being out of place "I was surprised as to how little effort people would take to get to know me 3 dimensionally, and they just associate me with my gender. I think that has to do with the fact that there are so few of us that when someone looks at me all they can think is 'Who is this guy? What is this guy doing in this female industry?' That's been a disappointment." (NGC) "I do get a sense sometimes that it"s automatically expected that I will do something that is more seamless, more medical, more scientific, which tends to end up being like a lab job...Because it's automatically assumed that you can't connect with a patient, you can't talk about feelings and that sort of thing, and I think that's simply untrue...Given the amount of male students coming in…you have 10 female students and then you have the one male, you have those preconceived notions about how he's going to act, what they're going to do. So if you have a male coming into prenatal, you're automatically going to assume that he's not going to be interested. (2GS)
Perceived differences in communication styles between genders
"My opinion is that there are so many more female genetic counselors out there for the same reason that there are so many more female social workers out there. Women tend to be more empathetic to peoples' problems as opposed to men who see a problem, want to solve the problem, and move onto the next thing." (SGC)
Getting more attention "Well you definitely get a lot more attention [laughs] . When you go to the big conferences, like NSGC, it's changing now, I mean the past year there's much more men there than there normally are. But you get a lot of attention. You're a minority, essentially. People will start conversations with you." (NGC) Colleagues notice more than patients "I also think that as patients that they're not aware that the field is predominantly female, so they don't see anything different about me being a male. It's not something they're particularly concerned about. It's more of a question that I get from colleagues, or when I was in school from teachers or interviewers." (NGC)
"somewhat satisfied" were included in the interview sample. During the interview, when asked how satisfied they were with their career so far, one of these counselors mentioned he was indeed satisfied, but was in the process of changing jobs when he completed the survey. The other genetic counselor indicated he was satisfied as well, but experienced a constant fight for respect from his colleagues. One of the students clarified that his satisfaction level pertained to his program specifically and not the career, and the other cited a reservation about the field in general, as he perceives a resistance to move forward and adopt the newest technologies in genetic testing. Given the lack of variability in reported satisfaction across the sample, differences in satisfaction due to career entry dynamics and/or levels of experience could not be analyzed quantitatively.
Factors Affecting Satisfaction
Ten themes of factors affecting satisfaction were extracted from interviewee responses. Seven factors positively affected satisfaction: the challenging nature of the field; career flexibility, that is, opportunities to fill different or multiple roles; helping others; having responsibilities and feeling valued; career autonomy; expansion of the career; and being respected in the workplace. Three factors negatively affected satisfaction: low salary potential, navigating career advancement, and lack of respect from colleagues. Because of these negative factors, some men had sought out slightly different career paths within genetic counseling, either pursuing additional education or moving from a clinical to a non-clinical position. A few apparent relationships between either career entry dynamics or experience level and factors affecting satisfaction were identified. No Stumblers described "low salary potential" or "navigating career advancement" as a factor, while seven of the 10 interviewees who discussed low salary potential were Seekers. Most of the genetic counselors who mentioned "having responsibilities and being valued" as a positive factor were from the experienced group (n = 4/6). None of the seasoned genetic counselors mentioned "low salary potential" or "navigating career advancement" as affecting their career satisfaction.
Discussion
Thirty-three male genetic counselors and genetic counseling students participated in interviews exploring how they chose a genetic counseling career (career entry dynamics). The following sections focus on findings related to their career entry dynamics and career satisfaction. There were a few apparent thematic differences due to experience level and these are mentioned as well. The final sections describe study limitations, practical implications, research recommendations, and conclusions.
Career Entry Dynamics
Seekers, Settlers, Finders, and Stumblers Based on Simpson's (2005) theory of career entry dynamics for men in non-traditional fields, most of the interviewees were either Seekers (n = 13) or Settlers (n = 11). Seekers actively and intentionally sought out genetic counseling because, in contrast to traditional careers, they viewed the career as more compatible with their lifestyle preferences, interests and values (e.g., human interaction, less time required for a degree, and greater balance between one's personal life and career). Settlers previously had attempted various traditional careers with limited satisfaction, primarily because those careers afforded little opportunity for direct interactions with others. When seeking a career more suitable to their interests, they actively chose genetic counseling.
Only two interviewees, both from the seasoned cohort, were Finders, who came into the profession by default. Admission to genetic counseling programs has become increasingly competitive. In 2014, there were approximately 900 applicants and 264 available training slots (Association of Genetic Counseling Program Directors Meeting 2014, unpublished data). These numbers suggest a low probability of an individual entering the profession in this passive way. We speculate that the Finder classification may phase out of genetic counseling.
A new classification of Stumbler emerged in this study. Seven males from across experience levels were in other careers, chosen before becoming aware genetic counseling existed. Although satisfied with their previous career, upon learning about genetic counseling, they opted for a career shift and expressed strong satisfaction with their choice. Research suggests individuals are generally unfamiliar with genetic counseling (Kopesky et al. 2011) , and under-represented minority students may have significantly less familiarity with genetic counseling than Caucasian students (Oh and Lewis 2005; Wolfe Schneider et al. 2009 ). Studies also indicate limited recognition that genetic counseling is a non-traditional career vis a vis gender balance (Kopesky et al. 2011 ). Indeed, a number of the present participants expressed surprise at the gender imbalance, an awareness some did not acquire until they were enrolled in a training program or even later.
The relatively large number of Stumblers in the present sample suggests the gender imbalance may be due more to men's lack of awareness of the field and less to a perception that genetic counseling is a non-traditional career. Investigations of other under-represented minorities propose that earlier and/or more detailed introduction of genetic counseling as a career option in school may help recruitment efforts (Kumaravel et al. 2014; Oh and Lewis 2005; Owens et al. 2009; Wolfe Schneider et al. 2009 ). Thus, we hypothesize that targeted exposure to the career during one's education would attract more males to genetic counseling. Simpson's (2005) theory appears to partially explain male genetic counselors' interest in a non-traditional career. Despite their lack of full awareness of genetic counseling and its nontraditional nature, three of the groups (Seekers, Settlers, and Stumblers) chose genetic counseling for reasons that are consistent with "feminine" interests and values such as helping others and preferences for life/work balance. Only two individuals (Finders) entered the field by default, and even they reported high satisfaction with the career. Consistent with career development theories (Gottfredson 2002; Holland 1959 Holland , 1962 ) the male genetic counselors seem to share a number of similarities to female genetic counselors in their lifestyle preferences, interests, values, and career goals.
Learning about the Profession
The most common source for initially learning about the profession was undergraduate coursework, although the nature and extent of that information are unclear. Perhaps the information is cursory, and or too late in one's career decision making process to spark sufficient interest. For example, many interviewees who learned about genetic counseling in their undergraduate coursework were Settlers who initially heard about the career, continued on with their intended career path, and then reconsidered genetic counseling when they experienced career dissatisfaction. Another prevalent source for learning about the profession was within the work environment, as many interviewees were already in a post-college career. In these cases, earlier awareness of the genetic counseling profession may have changed their career trajectory.
Only two men learned about genetic counseling during high school. One was a student, and the other was a novice genetic counselor, suggesting genetic counseling has only recently been introduced into high school curricula. In 2014, approximately 14% of new female genetic counselors reported hearing about genetic counseling either in middle or high school, but only 1 of 20 new male genetic counselors (5%) learned of it in high school (Supplementary PSS data through correspondence, 2014) . Perhaps the career is presented differentially to female and male students, and/or females have better recall because the field is more appealing to them.
A number of interviewees noted having an incomplete understanding of genetic counseling while they were enrolled in their program, and sometimes even later. Given the multi-faceted nature of genetic counseling, most exposures to the field that likely occur reveal only a portion of available jobs, roles and responsibilities due to the clinical focus of training. Additionally, prior to enrolling in a genetic counseling program, all of the novice counselor interviewees found out about genetic counseling through an internet search. At the time of this study, a Google search of the phrase "What is genetic counseling" returned this definition: "the giving of advice to prospective parents concerning the chances of genetic disorders in a future child," which was displayed prior to any of the search results ("Google search of "what is genetic counseling"' n.d.). Many websites also described genetic counseling only from the clinical perspective (cf. "Career Profiles: Genetic Counselor" n.d.; Cherry n.d.), and in some cases, only in terms of prenatal counseling (Bartoshesky and Hirsch 2014; "Medline Plus: Genetic Counseling" 2014) . According to Circumscription and Compromise Theory (Gottfredson 2002) , young males who internalize a more masculine gender norm may discard genetic counseling as a potential option if they only know about clinical or prenatal aspects of the career and associate those aspects with feminine gender norms (Gottfredson 2002) . Lack of accurate, detailed descriptions may be a major barrier to males entering the field if information on the Internet comprises their only exposure to the profession.
Factors Influencing Entry into a Genetic Counseling Career
Consistent with prior research on genetic counseling students (Lega et al. 2005 ) most participants chose genetic counseling because it affords a combination of hard science and human interactions as well as opportunities to help others. Lega et al.'s (2005) sample rated a two-year training program as a "somewhat important" reason for choosing the career. In the present study, a number of men also noted they did not want to be in school for a lengthy period and they sought a career that allowed a balance of personal and work lives. Nearly half of the interviewees also mentioned desiring a multidisciplinary career, either because of the different types of jobs one could hold or flexibility in directions they could go during their career. Yet, many interviewees also mentioned only learning more about these career opportunities after entering the profession. Although this "late introduction" did not prevent them from ultimately pursuing the profession, it may comprise a potential career barrier for others.
The present findings suggest a prevalent barrier to men entering the field is financial concerns, including the high cost of tuition, combined with their perception that compensation is inadequate. Some participants speculated that men who already have established careers and/or families may find it more difficult to switch careers, especially if they provide a substantial amount of their family's income. Interestingly, no Stumblers identified finances as one of the barriers they encountered when deciding to pursue this career, suggesting perhaps that intrinsic motivations (e.g., desire for human interactions) were stronger than extrinsic ones (e.g., income).
Experiences in a Non-Traditional Career
A large majority of the sample expressed that the nontraditional nature of genetic counseling has had little or no effect on their perceptions of the career. Many identified beneficial experiences due to their gender, including preferential consideration by graduate program admissions committees, financial advantages, and opportunities for senior positions. These findings are consistent with prior research suggesting men in non-traditional careers feel advantaged because they are promoted more quickly than their female counterparts (Bradley 1993; Simpson 2004; Williams 1993 ) for reasons such as being assumed to have managerial potential, or being valued as role models for the populations they serve (Simpson 2004) . They are also consistent with findings of a "glass elevator," that is, invisible factors that facilitate professional advancement (Casini 2016) . For example Smith (2012) found evidence that in nontraditional work settings, a glass elevator helps white men who report to minority and female supervisors advance in their careers.
Some of the reported experiences were negative. Similar to prior studies of male genetic counseling students (Schoonveld et al. 2007 ) and male nurses (Heikes 1991) , a number of interviewees described occasional comments or actions by others that left them feeling stereotyped, singled out, or disconnected in some manner. Some of their events may constitute "microaggressions," that is, comments or actions which, although not intended to be ostracizing, imply that males do not belong in the profession. Originally used in the context of race, microaggressions are "brief and commonplace daily verbal, behavioral, or environmental indignities, whether intentional or unintentional, that communicate hostile, derogatory, or negative racial slights or insults" (Sue et al. 2007, p. 271) . These experiences may also indicate role strain (Heppner and Heppner 2009) or conflict from being in a non-traditional field.
A few participants expressed beliefs that women on average, may be more suited for the career as they have greater empathic ability. Male students in a study by Schoonveld et al. (2007) expressed similar views. Empirical evidence supporting such perceptions is lacking, however.
Career Satisfaction
Career satisfaction for survey respondents was quite high, and is comparable to findings of Zimmerman et al. (2014) . The findings are also similar to Zahm et al.'s (2016) findings of overall high levels of career satisfaction for male and female genetic counselors of varying experience levels.
Many of the factors interviewees noted as influencing their satisfaction match prior research findings concerning genetic counselors' motivations, personal beliefs and values. For instance, the challenging nature of the field, career flexibility, and helping others were identified as personal motivations of male and female master genetic counselor practitioners (Miranda et al. 2015) , genetic counselors from various experience levels (Zahm et al. 2015) , and as factors contributing to male and female genetic counselor practitioners' sense of meaning and purpose (Wells et al. 2016) . They are also similar to Pirzadeh et al.'s (2007) findings that male genetic counselors were more likely than females to highly value power, defined as the attainment of social status and prestige and control or dominance over people and resources. In the present study, several men identified autonomy, having responsibilities or feeling valued (or lack of feeling valued) by colleagues, and respect in the workplace as factors that influenced their job satisfaction. Differences in sources of satisfaction between male and female genetic counselors comprises a topic for future research.
Study Limitations
The present sample consisted of current board certified male genetic counselors and students. The experiences of non-certified counselors and individuals who did not choose the career and/or left the field are indeterminate, as are the experiences of male genetic counselors who are not certified. Although the sample is large for a qualitative study, qualitative data are not intended to be generalized to the population of interest (Patton 1990 ). In particular, conclusions about thematic differences due to entry dynamics and/or experience level should be made with caution. Given the non-random nature of this study, it is unknown whether participants and non-participants differ in important ways, such as career satisfaction. Interviews with genetic counselors were substantially longer on average than those with students, likely due to the counselors' lengthier association with the profession. Nonetheless, their voices may have been over-represented in the data analysis. Finally, several interviewees made comments implying the interviewer, who is also male, may have had similar experiences. Although not necessarily a study limitation, it is possible a "presumed familiarity" limited the depth/elaboration of some interviewees' responses. Conversely, it may have facilitated disclosure of information they would be reluctant to share with a female interviewer.
Practical Implications
The current findings have implications for recruiting males to the profession. Efforts to provide earlier exposure in one's education, especially before men commit themselves to a different career path, may promote gender diversification. Educational programs targeting high schools and communities could include information about the multifaceted nature of genetic counseling, the various roles a genetic counselor can fill, job opportunities, and the high career satisfaction of both men and women. Graduate programs could actively recruit male applicants by providing literature about their program and the profession to high school and college career offices and to academic advisors, and develop opportunities for high achieving males to visit their program and/or shadow program-affiliated genetic counselors early in their college careers.
Graduate programs and the NSGC could post photos of male genetic counseling students and genetic counselors, and provide brief videos in which men tell their success stories. The NSGC might also consider monitoring career websites (such as those mentioned earlier) in order to advocate for more accurate and detailed descriptions of genetic counseling.
Finally, graduate program faculty and staff may wish to reflect upon the ways in which some males may perceive themselves as "not belonging" due their minority status. Even comments about one's gender that are intended to provide anticipatory guidance, for example, asking a male program applicant how he will feel being in a female-dominated profession, may have unintended consequences. Some applicants might feel as if they have to defend their interest in the profession.
Research Recommendations
Future research could target men who initially considered genetic counseling but ultimately chose a different career. Studies including female students and counselors would help to determine common versus unique career entry dynamics, career supports and barriers, and factors related to career satisfaction. Longitudinal studies would help to characterize the career process for males over the course of their career. Quantitative research with large samples is needed to validate the current results. Another area for consideration is the dynamics of and potential research pertaining to client perceptions and satisfaction with male vs female genetic counselors. Studies are also needed to either confirm or dispel the perceptions of some participants that males are on a "glass escalator" (Williams 1992) , enjoying certain advantages not afforded to female colleagues. Investigations of the perception voiced by some that women have more empathic ability/skills are also warranted. Finally, research should be done to examine career entry dynamics and factors affecting satisfaction for other under-represented groups (e.g., ethnic/racial minorities, individuals with disabilities).
Conclusion
Although the genetic counseling profession has evolved dramatically to include different roles and contexts, since its inception, the percentage of male genetic counselors has remained largely unchanged. This study sheds light on the career entry dynamics of male genetic counselors and genetic counseling students. Similar to Simpson's (2004 Simpson's ( , 2005 typologies of male workers in female dominated occupations, a number of males were either Seekers who actively chose the career, or Settlers who switched to genetic counseling after experiencing limited satisfaction in a traditional career. Only two were Finders who entered the career by default, and they were seasoned counselors, suggesting this classification may be phasing out due to the evolving and competitive nature of genetic counseling. A number of participants fit a typology we termed "Stumblers" who switched from a satisfying career to genetic counseling after happening to hear about the profession. Compared to non-traditional careers investigated in prior research (e.g., Simpson 2004 Simpson , 2005 , the career entry dynamics of genetic counselors are somewhat unique. Specifically, the field is more obscure than other female-oriented professions, and participants were not fully aware of its non-traditional nature until they were already committed to the career. The existence of Stumblers demonstrates the need to actively inform and recruit males early in their career decision making processes in order to increase the gender diversity of the profession.
